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2.0 DEFINITION OF TALENT  
Talents infer individuals as people, and are today portrayed as 
fundamental for an organization's economical upper hand (Lewis & 
Heckman 2006; Collings & Mellahi, 2009; Hartmann, Feisel & 
Schober; Tarique & Schuler, 2010) and augmenting hierarchical 
execution (Nijs, Gallardo-Gallardo, Dries & Sels, 2014). A talent is 
normally said to be hard to duplicate, mirror and to substitute (Larsen, 
2012). Notwithstanding, the writing underlines that a "working 
definition" of the term is missing, where in a hierarchical setting, the 
term is characterized variously (Lewis & Heckman 2006), and this has 
made it hard to pick the "right" definition (Tansley, 2011). So as to 
legitimately characterize ability in an authoritative setting, and as per 
the target of this examination, three definitions were perceived as 
fitting: 
 
Talent defined: 
“The sum of a person's abilities - his or her intrinsic gifts, skills, 
knowledge, experience, intelligence, judgement, attitude, character, 
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and drive. It also includes his or her ability to learn and grow” 
(Michaels, Handfield-Jones & Axelrod, 2001). 
‘‘Talent refers to systematically developed innate abilities of 
individuals that are deployed in activities they like, find important, and 
in which they want to invest energy. It enables individuals to perform 
excellently in one or more domains of human functioning, 
operationalized as performing better than other individuals of the same 
age or experience, or as performing consistently at their personal 
best’’ (Nijs et. al., 2014). 
“Talent consists of those individuals who can make a difference to 
organizational performance either through their immediate 
contribution or, in the longer-term, by demonstrating the highest levels 
of potential” (CIPD 2013, 1). 
The authors of “The War for Talent” presented the initial definition in 
2001, and the second was presented as current as in 2014. Both are 
concerned with the individual talent and the individuals’ essential 
characteristics and motivation, while the third definition is mainly 
concerned with the talents contribution to the organization and their 
potential for growth. The three definitions are typical definitions for 
talent, and have in common to be slightly nonspecific. 
 
2.1 DEFINITION OF TALENT MANAGEMENT 
There has been no agreement on how past specialists see talent 
management. A few analysts see talent management from a human 
capital perspective (Cappelli, 2008), some view it as an outlook where 
talent is utilized to make authoritative progress (Creelman, 2004), or 
as a basic segment for compelling progression arranging (Cheloha & 
Swain, 2005), or as an approach to guarantee that workers at all 
hierarchical dimensions are performing to the best of their capacities 
(Redford, 2005). This absence of accord and the nonappearance of an 
exact definition, is seen by some analyst as adding to our restricted 
comprehension of ability the executives (Collings & Scullion, 2009; 
Collings & Mellahi, 2010). Then again, there are a few specialists who 
admit to not having the capacity to define talent management (Frank & 
Taylor, 2004; Ashton & Morton, 2005). Talent management is “an 
integrated set of processes, programs, and cultural norms in an 
organization designed and implemented to attract, develop, deploy, 
and retain talent to achieve strategic objectives and meet future 
business needs (Farndale & Atli, 2019). By managing talent 
strategically, organizations can build a high performance 
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workplace, encourage a learning organization, add value to their 
branding agenda and contribute to diversity management (Maura 
Sheehan, Kirsteen Grant, Thomas Garavan, 2018).  
There are three standards of research with regards to talent 
management. The primary stream characterizes talent management as 
the functions, practices and activities that are normally performed by 
human resource departments, for example, recruitment, selection, 
training and development, and career and progression management 
(Hilton, 2000; Olsen, 2000; Byham, 2001; Heinen & O‟Neil, 2004; 
Mercer, 2005). For this situation, overseeing talent involves the 
Human Resource offices doing what they normally do however at an a 
lot quicker pace, utilizing the web and redistributing, and over the 
whole association, instead of inside the division. 
The second stream of research on talent management tends to the issue 
of talent pools. For this situation, talent management is seen as a lot of 
procedures that are intended to encourage the stream of the correct 
representatives at the perfect time into the fitting occupations all 
through the association (Kesler, 2002; Pascal, 2004). The previously 
mentioned procedures can likewise be seen as human capital planning 
or succession management (Jackson and Schuler, 1990; Rothwell, 
1994) however can likewise involve human resource processes, for 
example, recruiting and selection (Lermusiaux, 2005). Integral to these 
procedures is anticipating the hierarchical staffing needs and dealing 
with the stream of workers through positions (Pascal, 2004). 
The third stream of research on talent management centres on talent 
conventionally without respect for explicit positions. Appropriately, 
high performing people ought to be looked for after, enrolled, enlisted 
and abundantly compensated paying little heed to their particular 
positions and at times, paying little heed to the association's staffing 
needs. The investigations by Michaels, Handfield-Jones & Axelrod 
(2001) and by Axelrod, Handfield-Jones & Michaels (2002) both 
promoter for rating workers dependent on their execution levels (top 
entertainers, skilful entertainers and base entertainers) and stress that 
human asset divisions should try to end their base entertainers. 
Generally, the human resource department would be seen as "top 
evaluating" the association by exclusively enlisting best entertainers 
(Smart, 1999). Top evaluating can be seen as staffing a whole firm, 
from the CEO position to the assistant positions, with best entertainers. 
This surge of research sees conventional ability as basic to an 
association's prosperity since it helps the Human Resource objective of 
overseeing representatives to raised execution (Buckingham & 
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Vosburgh, 2001; Walker & Larocco, 2002) and on the grounds that 
past research on statistic patterns sees nonexclusive ability as very 
significant (Romans and Lardner, 2005; Tucker, Kao & Verma, 2005). 
There is a fourth developing stream of research on talent management 
that centres around the identification of key positions in associations 
as opposed to on the enlistment of exceedingly skilled people 
(Collings & Mellahi, 2009). This surge of research is worried about 
the distinguishing proof of key positions which will tremendously 
affect the association's upper hand (Bourdreau & Ramstad, 2005; 
Hueslid, Beatty & Becker, 2005). After those positions are recognized, 
the talent management technique centres around the improvement of 
talent pools that incorporate very performing and gifted 
representatives to fill those positions. 
 
2.2 TALENT MANAGEMENT MODEL  
1. Four-Quadrant Model: Perspectives on Talent Management: 
Iles et. al. (2010) has proposed a four–quadrant model based 
on the perspective of talent management by different 
researchers. The model is presented in figure below: 
 
 
Figure 1: Four-Quadrant Model  
(Source: Adapted from Iles, Chuai, & Preece, 2010). 
The four-quadrants are exclusive people, exclusive position, inclusive 
people, and social capital. Description of the four-quadrants is 
presented below. 
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1. Exclusive-People: 
Those work powers who have a noteworthy effect in the 
performance of organization in the long and present moment 
are skilled individuals (Ashton & Morton, 2005). Berger & 
Berger (2004) noticed that talents are "Super attendants". The 
little gatherings of people that make upper hand and hold an 
incentive for associations are viewed as significant property. 
Along these lines, in light of this methodology, it isn't 
workable for everybody to be considered as ability for the 
association. This point of view depends on division, which 
alludes to the division of representatives to Top-Middle-
Lower positions, so in this division; the abilities are Top 
positions in the associations (Iles et. al, 2010). 
 
2. Exclusive-Positions: 
The talent-defining procedure is barely joined with separating 
of "key positions" in the organization. It is garbage or even 
difficult to enrol solely "A players" all through the association, 
wiping out all "C players"; the principle goal of ability the 
board is to recognize essential jobs in the association and 
possess those situations with "A players" or gifts. Ideal match 
of "A" player and "A" position is expected to convey "An" 
execution that is worth to contribute on (Iles et. al, 2010). "An 
entertainer" diminishes from the way that ability is an implicit 
source and thought about a potential and not simply genuine 
execution (Colling & Mellahi, 2010). 
 
3. Inclusive-People: 
This point of view infers that any association has potential 
abilities that can build up its own potential people inside. 
Buckinghum & Vosburgh (2001) asserted that "the ability is 
characteristic in every individual. HR's most central test is to 
assist people with increasing their execution; to be fruitful later 
on, we should revamp our focus on the uncommon abilities of 
every individual worker, and on the correct method to change 
over these gifts into enduring execution" (p.17-18) as being 
cited in Chandele (2010). As per Chandele, the imperative 
issues in accomplishing centre abilities are to build up its very 
own ability inside. 
 
4. Social Capital: 
This point of view infers that any association has potential 
talent that can build up its own potential people inside. 
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Buckinghum & Vosburgh (2001) asserted that "the ability is 
characteristic in every individual. HR's most central test is to 
assist people with increasing their execution; to be fruitful later 
on, we should revamp our focus on the uncommon abilities of 
every individual worker, and on the correct method to change 
over these gifts into enduring execution" (p.17-18) as being 
cited in Chandele (2010). As per Chandele, the imperative 
issues in accomplishing centre abilities are to build up its very 
own ability inside.  
 
 
Figure 2: The Talent Management Model (TM-model) 
Source: Own making (2014) 
The “first” step in the model regards the attraction of key employees, 
which will be discussed in relation to essential firm actions. The 
remaining three steps follow. 
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1. Attract 
Attracting talent is the progression worried about making of 
organization mindfulness and obtaining the ideal people (consenting to 
the ability definition) to join the organization, and how to viably 
consolidate the new skilled specialists in the firm (Bethke-
Langenegger, Mahler & Staffelbach, 2011). At this stage we stress 
three imperative contemplations, in particular Reputation 
Management, Employer marking and Workforce Planning. These 
angles we append to the criticalness of distinguishing what is to be 
viewed as an ability for the particular organization in consistence with 
key positions.. 
To be able to attract the right talents to key positions, attention 
towards reputation management and employer branding becomes vital 
(Thunnissen, Boselie & Fruytier, 2013; Martin, Gollan, & Grigg, 
2011). The business should try to make talents realize that working in 
this specific company, will be the best choice they’ll ever make. 
Employer branding can according to Martin, Gollan & Grigg (2011) 
have a strategic effect in “future-proofing” the firm reputation. To 
attract the best, the company has to act like the best, where “Firms 
with strong positive reputations attract better people.” (Eccles, 
Newquist & Schatz, 2007). 
2. Select  
In the middle of the fascination and choice of ability in the model, we 
place ID of ability and key positions. A few creators contend for this 
training (Collings & Mellahi, 2009; McDonnell et. al., 2010; Dries, 
2013; Al Ariss, Cascio & Paauwe, 2014), and we along these lines 
encourage to right off the bat recognize key positions, and thereafter 
identify the key worker for this position when pulling in and chose of 
representatives. Undertaking a determination considering this, we 
observe the company to be more qualified for misusing the capability 
of skilled workers, which consequently should positively affect 
execution (Collings & Mellahi 2009).  
While choosing the key workers, the firm is prescribed to characterize 
the centre capabilities, regarding capacities, learning and aptitudes 
(Figure 6 and our recommended meaning of ability). The 
determination criteria and centre capabilities ought to be founded on 
which capacities the organization discovers basic for the ability to 
inborn: for example, having extraordinary pioneer aptitudes, 
persuasive capacities, fascination capacities, being an objective 
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arranged, a pro or being accomplishment situated. When looking for a 
high potential, is it the enterprising individual, the esteem including, 
the development potential, the one with disposition and drive, the 
learning potential; or the high potential the one that satisfy the key 
position that is now characterized by the firm. The particular 
organization ought to characterize the diverse aptitudes and capacities 
basic for them.  
At the point when the best workers are chosen (or distinguished, 
assuming inside) the attention on the most proficient method to create 
and hold those gifts end up central. The director needs to assess if the 
ability is set in the correct position or if there is requirement for 
changes or revolutions. An attention on workforce division (Gallardo-
Gallardo, Dries & González-Cruz, 2013) and progression arranging 
will guarantee that the ability is kept inspired and adds to conveying 
what is normal inside the position, and permits ability supply for 
corporate objectives (Bethke-Langenegger, Mahler & Staffelbach 
2011). The progression arranging ought to uncover if there are ability 
blackouts and substitution required, and the ability advancement 
exercises helps to help these activities. In the event that this turns out 
of course, it will build the organization's "notoriety for being an ability 
magnet" (Garavan, Carberry & Rock 2012). 
3. Develop 
The third measurement in the TM-Model is advancement. 
Improvement is observed to be positive if the organization is centred 
on requirements and desires for abilities. We contend authoritative 
learning, advancement and preparing techniques and information 
creation and sharing as noteworthy activities for expanding the 
improvement of a capable person. When all is said in done, we expect 
an arrival as far as expanded inspiration and occupation fulfilment, 
more grounded trust, and promise to pioneers. Also, this will 
emphatically influence the hierarchical result for the organization, for 
example, organization engaging quality (for example upgraded 
notoriety and business marking), accomplishment of the association's 
goals and yearnings, consumer loyalty, and prominently critically, 
corporate benefit (money related result) (Bethke-Langenegger, Mahler 
& Staffelbach 2011). By concentrating on effectively seeking after the 
progression arranging, this will add to build up the workforce to be set 
up for filling attractive positions. Focusing on improvement exercises, 
for example, executing advancement and preparing systems, 
workforce division and to ensure that the organization have the 
abilities required, both now and later on, at that point this will 
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guarantee that the firm meet its key targets (Tarique & Schuler 2010; 
Garavan, Carberry & Rock 2012). 
4. Retain 
The last measurement is to retail talent. In such manner we present 
three fundamental centre, Re-positioning and rotation, employer 
branding and risk management. They further associate these 
perspectives to the recuperation, substitution arranging and resign - 
"giving up" of talent. 
 
2.3 THEORIES OF TALENT MANAGEMENT  
Expertise theory 
Aptitude hypothesis determines how ability creates crosswise over 
indicated fields or areas, concentrating on subjective assignment 
examination (to outline space), guidance and practice, and obviously 
indicated learning results against which one can unbiased quantify the 
improvement of mastery.  
Mastery hypothesis speaks to a report on established social learning 
speculations going back to Pavlov, Watson, Edward Thorndike, 
Edward Tolman, Clark Hull, &. Skinner. In any case, by the 1980s, the 
prevailing speculations for how grown-ups prevailing in their work 
and vocations had moved intensely toward attribute situated 
hypotheses. For instance, tests for procuring and recognizable proof of 
ability were weighted intensely towards trial of general subjective 
capacity, and identity tests that deliberate the "Huge 5" identity 
qualities were created and were producing research, quite a bit of it 
strong of their utilizing in choice and arrangement choices.  
The sort of training required to create mastery, as per Ericsson, isn't 
just doing work. It is a psychologically effortful movement in which 
one is contemplating what one is doing. It includes an intelligent 
segment, in addition to the chance to get criticism on the nature of 
one's execution through a specialist mentor. Ericsson likewise has 
contended that to report the improvement of skill, one must have 
unmistakably determined learning results against which one can 
equitably gauge its advancement. 
 
Experience Producing Drive Theory 
According to "experience producing drive theory", genes indirectly 
influence the development of talent by motivating us to seek out 
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experiences that in turn will develop the neural brain structures and 
physiology that supports even higher levels of talent. In Wendy 
Johnson's formulation of the theory, this applies to all areas of 
individual differences, including motivation, interest, attention focus, 
personality, attitude, values and quirky characteristics unique to each 
person. Genes indirectly pull our attention in certain directions and 
take us away from processing other information in the environment. 
We all differ in what captivates our attention, and that is determined 
by a lifetime of mutually reinforcing experiences as nature dances with 
nurture. 
This more nuanced understanding of the development of talent has 
striking implications for our attempts to nurture talent. For one, a 
much wider range of personal characteristics, including cognitive and 
volitional characteristics have to be taken into consideration when 
judging whether a person will benefit from a particular training 
regime. At any moment in time, it's possible for a talent to be absent 
because the person lacks interest, is feeling uninspired, or is not 
willing to put in the work necessary to develop the talent. 
Also, since it takes time for genes to sync with one another and with 
the environment, some talents will be overlooked at any one moment. 
The talent of a child displays may even transform into another talent as 
he or she develops and different genes become active. 
 
Achievement Goal Theory 
In many papers displaying accomplishment objective speculations, 
objective introduction is comprehended as a moderately consistent 
person's aura that describes his or her conduct in a testing 
circumstance as far as showing and building up one's own capacities 
(Yperen & Janssen, 2002). Dweck & Leggett (1988) characterize 
accomplishment objective as a lot of psychological procedures which 
have their enthusiastic and conduct results. Accomplishment objective 
impacts the expanding the manner by which individuals consider 
themselves and coming about because of that difficulty and 
advantages (Ames, 1992).  
As indicated by Listwan, gifted labourers have higher inward 
inspiration, they set their very own proficient objectives and focus 
without anyone else improvement (Listwan, T., 2005), which is the 
reason one may accept that a capable individual will be described by 
high dominance introduction. 
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